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Abstract 
Development of human resources and skills is central to the success of any organization. However, past studies have identified 
that less than 15 to 20 percent of the knowledge and skills acquired in trainings are actually acquired in workplaces. This causes 
trainees to possess limited skills as well as result in loss of funds invested in training programs, which could contribute to the 
mismatch in job preparation. Due to the concerns over the issue of mismatch between training and the demand of the industry, 
this study was designed to identify the critical elements to reinforce sustainable learning transfer. This study employs an 
exploratory qualitative study on the learning transfer. The qualitative data was collected from instructors, employers, NOSS 
panel, trainees and colleagues, through face-to-face interviews and focus group discussions. Qualitative findings revealed that 
training design is an important factor that influences learning transfer, especially in National Occupational Skill Standard (NOSS) 
system and workplace learning in Malaysia. The findings have implications on preparing a highly skilled workforce. 
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1. Introduction 
Increased in the number of skills graduates who did not work or work outside the field clearly shows that there is 
flaws in the system of training in Malaysia. The issue of skills mismatch  among trainees still haunting the trainees 
and employers. This skills mismatch problem raises questions about the appropriateness of skills training system 
based National Occupational Skill Standard (NOSS) particularly in producing highly skilled workers at once can fill 
the job opportunities needed by employers. 
Study shows that, level workability of the National Youth Skills Institute (IKBN) graduates found that 26% (in 
2005) and 30% (in 2006) employed graduates are not using and only use a little bit of skills acquired at work 
(Department of Skills Development, 2011b). Clearly shows graduates have problems to apply the skills and 
knowledge acquired from the skill training institutions to working environment. Based on level workability of this 
study, it shows that what is learned at the skills training institutions does not match with what is practiced in the 
industry at once do not meet the needs of the industry. Oftentimes dissatisfaction exists among employers on the 
outcome of these programs were accompanied by their employees (Department of Human Resources, 2009). This is 
because of the difficulty in linking what is be learned by workers with daily work in the workplace (Jørgensen, 
2011; Nielsen, 2009). Therefore, various causes able be associated with this skills mismatch problem. One of them 
is related to the transfer of learning. This is because trainees attend skills training institutions have difficulty in 
carrying out their duties properly and efficiently while at work because they do not have sufficient skills, knowledge 
and behaviour in doing the work (Ahmad et al., 2010). It also supported by Pang et al. (2009), transfer of learning is 
difficult to apply in NOSS training system because not achieving the quality or the employers' required in the 
workplace. The extent to which the truth of this statement is becomes a question mark because no specific studies on 
the transfer of learning lead to the training design is done especially for this NOSS-based systems. Thus the 
exploration of learning transfer that led to the training design for skills-based NOSS training system must be done to 
clarify this point. 
1.1. National Occupational Skill Standard (NOSS)-based training system 
Mainstreaming of TVET and skills training to be a widely discussed topic. This is because by increasing the 
quality of skills among the workforce is becoming one of the factors to achieve high-income status. Based Training 
and Development Master Plan 2008-2020 (PILPKK), in ensuring the training and skills development to be more 
effective, several factors are taken into consideration. Among these are the standards and regulations, certification 
and recognition, training providers, trainers, industry-driven training, and training methodology (Ministry of Human 
Resources 2008). Therefore, these factors should be seriously considered to ensure the smooth development of 
skilled manpower thereby to enhance the value chain to become a high-income country. 
Thus National Occupational Skill Standard (NOSS) system has been used as a legal standard and to produce 
skilled manpower. Introduction of NOSS system is also able to create and strengthen the relationship between 
training institutes with the working world. In 2010, a total of 283 NOSS developed both externally and internally. 
This contributed to the total number of active NOSS until 2010 was 1,291 NOSS (Department of Skills 
Development 2010). This increase indicates NOSS development has become a major guideline in this country by 
various training institute in developing a skilled workforce. 
However, Pang et al. (2009) noted that the lack of research or evaluation of this NOSS-based training system 
because of lack of published materials and practical information on every aspect of empirical systems, including 
how it was developed. Although this system has been stable and has the strength, the system has been criticized, 
particularly in terms of the orientation of the static and narrow jobs that are more likely to form a traditional 
behaviourist work, and not in accordance with the requirements of the modern workplace (Pang et al. 2009; Spottl 
2000). Therefore, it is necessary to study the NOSS-based training system is done especially in terms of transfer of 
learning in view the suitability of this system in this modern technological age (Ruhizan et al. 2014). Additional 
Pang et al. (2009) again, learning transfer is difficult to apply in NOSS training system because not achieving the 
quality or the needs of employers required in the workplace. However, no empirical studies that proves this 
statement. This supported by Ahmad (2012), less the study of the phenomenon of learning transfer in skills training 
in Malaysia, especially those involving NOSS system-based training. 
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1.2. Workplace Learning 
Previous study found that there are various definitions associated with workplace learning. Generally, workplace 
learning has been described as the relationship between two significant human processes: working and learning 
(Barnett & Ceci, 2002; Fuller et al. 2005; Sambrook, 2005). Table 1 summarize the various definitions of workplace 
learning that had been done by researcher. As a conclusion, for this research, workplace learning is a combined 
definition involving formal, informal learning, unstructured, incidental or ad hoc that occur in the work 
environment. 
Table 1: Definitions of Workplace Learning 
Authors Date Definitions 
Billett 2001 Work practices serve to structure activities and guide in ways that influence the learning of the 
knowledge required for performance at work. These experiences are not informal or 
unstructured, incidental or ad hoc. Instead, they are structured by the requirements of work 
practice rather than the practice of educational institutions 
Hodkinson and 
Hodkinson 
2004 Workplace learning is sufficiently diverse and complex that no one theory, at least none yet fully 
developed can adequately deal with all its aspects. Within this complexity, only some types of 
workplace learning are susceptible to the clear identification of workplace learning 
Sambrook 2005 Work-related learning encompasses learning at work (the more formal provision of education 
and training courses) and learning in work (the more informal processes embedded in work 
activities) 
 
According to Billet (2001), workplace learning is to develop vocational practice. However, workplace learning 
should not replace school-based learning but the two can complement each other (Aarkorg 2005). In addition, 
workplace learning is also important in ensuring transfer of learning occurs between employees to increase 
productivity. This is because, the role of learning in the workplace helps employees to generalize and maintain the 
skills and knowledge learned in the training institutions. In accordance with the concept of transfer of learning that 
emphasizes generalization and maintenance of knowledge and skills to ensure the effectiveness of the transfer. 
Although workplace learning is entailed learning without written curriculum documents used to plan teachers’ 
actions and learners’ experiences, qualified teachers and didactic teaching practices, but according to Billet (2001) 
yet, it is imprecise and misleading to describe individuals engagement in work activities as being unplanned or 
unstructured, as they are highly structured and intention. 
The importance workplace learning has begun to attract the attention of many employers and organizations, 
generally in Malaysia. This is because many of the benefits that they receive as well from increased productivity. 
Nation-state involvement and company for workplace learning is also can be economical, educational, social and 
cultural (Lindell and Stensrom, 2005). In addition, the implementation of workplace learning can also provide 
benefits to employees. According to Nilsson (2003) work environment, which facilitate and stimulate learning 
positively influence health, wellbeing and personel development of their employees. 
However, not all implementation of workplace learning is successful. This is because there are some features of 
workplace learning to equip to this effective workplace learning. Literatures show that conducive environment is a 
precondition for successful workplace learning (Kunjiapu & Yasin, 2010). Beside that strong leadership 
commitment also pertinent (Wongboonsin et. al., 2007) while variation in work tasks improves the quality of 
workplace learning (Kock, 2008). These are all necessary to ensure that workplace learning can occur thus ensuring 
investment made by employers is worthwhile to ensure employees are skilled. 
According to Kunjiapu and Yasin (2010), reveals that workplace learning through workplace learning is still a 
relatively young topic in Malaysia. Yet studies on workplace learning in employer involvement of trainee skills are 
lacking. Therefore, need for a study to see how the process of learning that occurs in the workplace involving the 
skills of trainees in particular. 
2. Training Design 
Training design refers to the principle of learning and training content that takes into account the objectives, 
materials used and content structures of the trainings (Munna & Suring, 2011). Thus, improper preparation of 
training design may lead to ineffective transfer of learning. Previous studies found that training designs and training 
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facilities contributed a significant influence on the transfer of learning (Blume et al., 2010; Burke & Hutchins, 2007; 
Hutchins, 2009; Baldwin et al. (2009) found that training design is the most widely studied by researchers in the 
effectiveness of a training program. While Lim & Morris (2006) emphasize on the role of the training design in 
providing trainees with the right level of knowledge. Therefore, organizations need to design a training program that 
suitable or relevant with trainees’ knowledge and skills. In fact, training organizations should provide trainees a 
training environment that is similar with the real work environment. When the training environment and practical 
exercises are similar to the real work, the acquisition and transfer of learning is more likely to improve. 
In terms of workplace learning, employers must plan training design to ensure improvement and retention of 
employees’ performance through formal, informal or incident learning. This is to ensure improved and sustainable 
performance of employees. The validity of the training content also has a significant impact on learning transfer. 
The training content validity refers to the extent to which training programs evaluated by the trainees through 
objectives and goals reflection of the training program (Holton et al., 2000). In this sense, trainees’ satisfaction and 
confidence towards the training programs designed affect the organization in developing a valid or suitable training 
content. 
Based on Baldwin and Ford (1988) model, training design include with learning principles, sequence and 
training content. From this model, a good training or learning experience makes more likely that students will 
understand and remember what they have learned. But training design cannot generalized and maintenance directly. 
Therefore, more specific studies should be conducted to determine the depth-related factors that influence the design 
of training. This is important to ensure that training programs are available to help transfer thus making the training 
program is effective. 
Since the Holton et al. (2000) conceptual model consists of many aspects of different factors that influence the 
transfer of learning, it is considered as the more thorough and comprehensive model than others (Ahmad et al. 
2010). In this conceptual model training design can be show on capabilities variable. Two factors of capabilities 
used in the job is the lack of opportunity to use the learning and the lack of personal capacity to try learning (Holton 
et al. 2000). Besides that, lack of content validity on learning content can make it difficult for trainees to understand 
and relate to the job. Therefore, all of these factors must be taken seriously to make sure learning transfer can be 
done.  
Therefore all of these factors must be consider in this study whether it is suitable for NOSS system and 
workplace learning in Malaysia. The results from these studies indicate various interpretations depending on the 
study environment. This indicates that the flexibility of learning transfer depends on training and workplace 
environmental conditions (Ruhizan et al. 2014). 
3. Methodology 
This study used a qualitative design-a case study, which is triangulated by methods and resources. This study 
triangulated by a method with involved face to face semi-structured interviews with the instructor, the NOSS panel, 
employers and trainees who are currently employed, focus group discussion with ex-trainees who have worked and 
have work experience and observation at the institute and workplace environment. The sources for triangulation 
were selected by sample selection from a variety of organizations and positions. Through this method, the 
researchers are able to share their experience and are thus able to explore and understand the phenomenon of a 
research by immersing themselves deeply into what is interpreted through conversations and expressions of their 
feelings. This is supported by Yin (2003), through face interviews, the researcher is able to answer the questions 
'how' or 'why', when the investigator has little control over events is thus able to explore the events in detail. 
Meanwhile, Konting (2005) explained that focus group discussions generated data that provides the researcher with 
the opportunity to be more flexible in analyzing the specific things that are not clear and need justification. 
4. Findings 
Two types of data used by the thematic analysis are face interview and focus group discussion data. Data were 
analyzed with the aid of Nvivo software version 8.0. Based on the analysis of training design themes that done, then 
the final order of the themes and sub-themes are shown in the table 2 below. Table 2 show that theme and sub theme 
that produced from past study and new data that emerged from interviews and focus group discussion. Overall exist 
six themes (Ruhizan et al. 2014), and 20 sub-themes that were issued on the theories, models and new findings from 
160   Y. Faizal Amin Nur et al. /  Procedia - Social and Behavioral Sciences  174 ( 2015 )  156 – 163 
interviews conducted. Then for the last stage of the analysis is to produce a report theme. At this stage, it deals with 
the final explanation of how the themes and sub-themes are identified and analyzed.  
Table 2: Training design Themes and Sub-Themes Arising From the Thematic Analysis 
Training Design  
a) Personal Capacity to Transfer  
- climate of working environment Expert interview & focus group discussion 
- pressure level Holton et al (2000) 
b) Opportunity to Use  
- Opportunities to use skills Tracey et al. (1995) 
-  sufficient information and material Bates et al (2000), Holton et al. (2000), Enos et al. (2003) 
- sufficient financial resources Facteau et al. (1995), Burke &Baldwin (1999) 
- sufficient human resources Burke &Baldwin (1999) 
c) Perceived Content Validity  
- Similarity training and work Burke & Baldwin (1999), Expert interview & focus group discussion 
- Expert help in job Expert interview & focus group discussion 
d) Transfer Design  
- Various examples and materials for teaching Expert interview & focus group discussion 
- facility equipment Burke & Baldwin (1999), 
- Training programs related to job performance Baharim (2008) 
- Collaborating with industry and institutes Expert interview & focus group discussion 
- The role of instructor and employer Expert interview & focus group discussion 
e) Curriculum and Training  
- NOSS updates based on industry needs Expert interview & focus group discussion 
- Refer to the manual and module Expert interview & focus group discussion 
- Follow the procedures for safety Expert interview & focus group discussion 
f) Transfer Effort-Performance  
- performance improvement Holton et al. (2000) 
- Future changes Holton et al. (2000) 
- reward Holton (1996), Bates (2000) 
- skilful Expert interview & focus group discussion 
 
Therefore in this study, the training design consists of six sub-themes, namely personal capacity to transfer, 
perceived content validity, opportunities to use, transfer design, curriculum and training design, and transfer effort-
performance. Then explanation about the themes like below. 
4.1. Personal Capacity to Transfer 
Personal capacity to transfer emphasize the extent to which trainees have the time, energy and emotional 
readiness to do the work necessary to make changes at once transferring learning in the workplace (Holton et al. 
2000). So for this study there are two theme that affect the personal capacity to transfer like pressure level (Holton et 
al. 2000) and climate of working environment. Stress levels theme refers of emotional stress and also pressure from 
the time angle faced by trainees in applying learning outcomes. While climate of working environment theme 
mainly gained from a of the interview data and refer to the existence of a real work atmosphere that gives a better 
understanding of training to trainees. 
4.2. Opportunity to Use 
Holton et al. (2000) explain the opportunity to use of learning is the extent to which trainees are given or obtain 
resources and tasks at work that allows them to use the training in the workplace. This involves the readiness of the 
organization in providing trainees with the opportunity to apply new skills, the resources (equipment, information, 
materials, and supplies) sufficient to use the new skills in addition to financial and human resources are sufficient. 
Therefore, the sub themes that represent the above definition is an opportunity to use skills (Tracey et al., 1995), 
enough information and material (Bates et al., 2000; Enos et al., 2003), sufficient financial resources (Burke & 
Baldwin 1999 ; Facteau et al., 1995) and sufficient human resources (Burke & Baldwin, 1999). 
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4.3. Perceived Content Validity 
Perceived content validity defined as the extent to which trainees judge training content to meet the needs of the 
job (Holton et al. 2000). So for this study, this theme emphasizes how the skills and knowledge taught is similar to 
the expected performance as well as what the trainees need for perform more effectively. It also address the extent to 
which teaching methods, assistance, and equipment used in the training were similar to those used in the work of 
trainees. Therefore, a number of sub themes were represented themes such as similarity training and work (Burke & 
Baldwin 1999), and expert help in job. Sub themes expert help in the work and role of the instructor and the 
employer is the new code that appears as a result of interviews conducted. Sub-theme expert help in job is defined as 
expertise of the trainees themselves, including being an expert in a field as a result of their exposure in the work 
environment such as industry training by helping other trainees and instructors on a new skill.  
4.4. Transfer Design 
Holton et al. (2000) explain the transfer of design refers to what extent the training is designed and delivered for 
give trainees the ability to transfer learning outcomes into work, and designing training based on job requirements. 
So for this study, it refers to how training is designed clearly and link learning with work performance through the 
use of clear examples, the method is similar to the work environment, and the activities and exercises that clearly 
demonstrate how to apply the new knowledge and skills. Therefore, the sub-sub-theme theme representing this 
theme is as The role of instructor and employer, facility equipment (Burke & Baldwin, 1999), training programs 
related to job performance (Baharim 2008), Collaborating with industry and institutes .  
The role of instructor and employer sub theme refer to the input and experience of existing instructor or 
supervisor diversify teaching by using examples of the corresponding. Next, the facility equipment sub theme was 
provided by the training institute should be complete and in accordance with the requirements of the industry so that 
trainees can learn what the industry wanted. Training programs related to job performance sub theme refers to the 
training to help trainees improve job performance and training delivered is easily understood by the trainees. Next 
collaborating with industry and institutes sub themes are collaboration being created between industry and institutes 
related to the use of new technologies that can be delivered and taught to trainees through courses and intensive 
training to trainees and instructors. While the role of the instructor and the employer sub-theme refers to the role 
played by instructor in ensuring product knowledge and skills can be delivered more effectively. 
4.5. Curriculum and Training 
Curriculum and training theme is a new theme that emerged as a result of interviews conducted. This theme 
includes content NOSS-based training system developed for skill training is based on industry needs. Additionally, 
this theme can also refer to the content-job training covering a wide range of activities including courses, intensive 
training, workshops, discussions, etc. that provide information to the trainees while working at once be able to 
maintain existing skills trainees. So for this theme, there are three sub themes that represent it like NOSS updates 
based on industry needs, refer to the manual and module and follow the procedures for safety 
4.6. Transfer Effort-Performance 
According to Holton et al. (2000) transfer effort-performance are expectations of helping to transfer the learning 
will lead to increased job performance. So in the context of this study, it refers to the extent to which trainees 
believe that by applying the skills and knowledge learned in training will improve their performance. These include 
whether trainees believe that striving in new skills have made a difference in the past or will affect future 
productivity and effectiveness. In addition it also includes the extent to which trainees believe the application of 
skills and knowledge learned in training will lead to the desired recognition. This includes the involvement of the 
organization showing the relationship between development, performance, and recognition of the work of trainees. 
Then there are four sub-themes underlying i.e. improved performance, future changes, rewards (Bates et al. 
2000; Holton III 1996), and skilful. Improved performance refers results from the use of skills and knowledge 
learned to improve their performance. While future changes is the extent to which results from the application of 
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skills and knowledge to change the future trainees. Reward sub theme is obtained recognition to trainees as a result 
of training utilization of credit, allowance, salary, expenses and others. While skilful sub theme is acquired skills 
will help trainee in the improve performance while working as a specialist in a particular field.  
5.  Discussion and Conclusion 
Based on the findings of the study show that there are several themes that are supported by previous studies 
related to the training design. Among them is the personal capacity to transfer, the perceived content validity, lucre 
to use, transfer design, and comes back-transfer performance. Whereas curriculum and training theme is a new 
themes arising from the findings from interviews and focus group discussion. This is because the researchers found 
that this theme is a new finding that should be emphasized when dealing with NOSS system and workplace learning. 
In addition, there are also some new sub-themes arising from interviews and focus group discussion. Among them is 
the climate of the working environment, training and work similarity, expert help in job, various examples and 
materials for teaching, Collaborating with industry and institutes, the role of instructor and employer, and skilful. 
The researcher considers this sub-theme necessary to ensure transfer of learning in the context of skills training in 
Malaysia can occur effectively. 
Overall, the training design includes a comprehensive training system based on NOSS and workplace learning 
in Malaysia. This is evidenced by the emergence of new theme and sub theme that have never existed in any 
previous transfer model. This also supports the Baldwin et al. (2009), that the transfer of learning are not fixed and 
vary depending on environmental conditions and job training. Thus, in this study, the transfer of learning has been 
adapted for skills training environment in Malaysia. 
The findings of this study can thus help the trainees, trainers and employers to ensure that what has been 
learned can be transferred to work efficiently. It also helps instructors and employers in ensuring things are needed 
in developing training programs for NOSS-based training systems and learning in the workplace. This will 
ultimately help the government in producing highly skilled workers thereby achieving a high-income nation status. 
However, these factors need to be supported by further empirical studies. For instance, which factors contribute to 
the transfer of learning. Therefore more emphasis will be given right to such factors. 
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